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This adult education long-range staff develocment 

cJS oract?Mon«r,°°'^J''^"^ ^^^^ impact on' a SiniSSrSf 

600 practitioners each year it is in full operation. In the first 

! •ill be put into operation. First, a staff 

developient collaborative consisting of representatives of key 
ager.cies and groups to initiate, direct, and lonitor the 
Iwpleaentation of the plan will be established. Second, staff 
developient facilitators will be identified to stimulate the 
development of local and area staff development planning and 
programming and to link resources to the adt>lt educators who need 

d^IJjirt^and ^ ^^'^r incentives will s?iLla?e ?ocal 

district and area staff development, in the second and following 

iSSfn^^L"^!!® ^*?" development leadership training of program 

teicher leaders will occur. They will be trained 
Jj-i^^^i"** S''^ generate staff development processes in their 
districts and areas. The plan identifies a variety of funding 
ollpr^'cf^r^ ''''?^^ educators to use all of these sources to 

Jfc?«« r . ^r^^^P"!"^ opportunities and activities. (An evaluation 
n?^^M^ included that provides for analyzing and modifying the 
plan, the program, and the process each year, as well as a final 
evaluation of the impact of the staff development plin on 
practitioners ^nd students alike.) (lpA) 
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PREFACE 



Wh.„ on. eon.id.r, th. broad .y.tens dev,lop„o„t which 
h., .volvd to .ddr,.. .duc.tion.1 n.eds of .dult., one important 
.spaot .a.liy .„„,.,. „ 4i„.„,„„ pr.parin, tho.e 

who ...k to work in such * sy.ten. 

The attached document represent, „any hours of thoughtful 
deliberation on the part of vide groups convened from throughout 
the state in response to this aspect, the suggested avenues 
outlined certainly represent one dimension which could be under- 
taken in resolution of the training aspects. 

Great credit should be given to the Planning Collaborative 
for ^any reasons, one of which is critical to their efforts 
For «any, „any years, staff development in the field of adult 
education proceeded at differing rates in areas throughout the 
state. The Collaborative efforts, for the first time, have 
brought a process of unification and dialogue which has had 
outstanding effect i„ stimulating thinking and planning. 

The efforts of this planning group, their sincerity, and 
their dedication are to be applauded. They deserve the highest 
commendations from all o, us who share in their desires to provide 
a basis for accord and action in this sensitive area. 
^ 1 would personally, also, like to offer my sincerest thanks 
-or a :ob well. done. There have been few projects which have done 
sc much to bring together so many diverse thoughts and viewpoints. 

has given a sense of common direction ss we move together into 
the Eighties. 



:ctober 1979 ^^^^ Reiss, Director 

Adult Extended Learning Services 
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f;;rorh\s\^^"' »ej:L^':^d^°o^t\^:Lr-:^:r 

eduoa^o^: --"d-inis:r:t::s^":a"i:r%"\^ r "'"""'^^ 
continue to improve their professional k^Lr^"" ^"""""^ " 
status in order to ser«. .^,,7; knowledge, skills and 

effective fashLn? " students and clients in the most 

nSl^-warfund^rh Challenge, the Planning Col- 

r:";a?^e'°:e:b:r\':!?t%rth"::2 i"f":r'°"t"'^ pianninrc:i! 

t.e Plan following the des:gTo^Ji::;:d^i^%^^r^::,::f 1!^"'°^^=^ 
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ff^ r-c y °f ""^^ long-range plan that has emerged 

mina t/°';' development planning and progrL- 

more\ff f ' P^i^^y emphasis on helping adult educators become 
more effective. it encourages adult educators to become self- 
dxrecfd learners in their professional growth so they can model 
this approach with the-adult learners they serve as wel^as sustai 
a personal self-renewal process. sustai 

The plan is respo/jsive, coordinated, evolving, and 
comprehensive. It centers on the people to be served, the re- 
sources to be used, and the public interest. This plinwL de- 
veloped originally for public adult ir^sic education anS h?gh 

m:nt°ia:rti:t'" rf^^^^— -olved into a ttffJ Lvelop- 

ment ^/ '° meaningful for educators who work in employ 

cl^eits ^h^ •"""'"^"''^■''^""^ educational services with similar 
the CoLnV^h unemployed, the institutionalized, 

the women i^ith special needs, the disadvantaged, the rural the 
handicapped, or the non- or limited-English speaking adu^J; L 
new^priorities emerge, they can be easily incorporaLd i^to'the 

This plan proposes a flexible, adaptable delivery system 

IclTlrTol T ''""''''^^ ^ structure to link indilidllls/ 
loc.l groups and area-wxde groups as needed. It encourages ' 

trt^ri^r'th'r^''^'^ '''' ^° ^° ''^^^ needs and 

to tailor their programs and offerings accordingly. 

The GOALS of the ste tewirl ^ , long-rdnge staff development 
plar. Tor adult education administrators, teachers and support 
staff are to develop 

I. Educators of adults who are self-directed 
lif elong learners . 

■TI. A cooperative staff development network that 

involves part ici pants and resources in programs 
unique to the settings of the participants. 

The use of all available financial commitments 
and other resou'ces. 



The plan encourages local and area groups of adult educators 
identify their own needs for staff development as well as concen 
trate or. increasing their knowledge and skills in seven priority 
learning areas. These priority learning areas, which reflect find- 
ings of the Statewide Adult Basic Education Needs Assessment as 
well as contributions of practitioners, are: 

I, Staff development planning and proc,ramning for 

adult educators 
Z. Program management, communication, and leadership 

3. Se 1 f -a ware ne s s as a per son/prof essional/ learner 

4. Knowing adult clients and helping them to know 
themselves and become self -directed learners 

5. Iritcra-t-ion jtratcaies 
T 0 a c i". i n c s t i a t q i ' s 

.s y r t -_• ^ a r. d a r e a 3 
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th. f.r,t y.ar, three element* win be out i\" '"P^'tion. 
repres;„tativ:;'of%^^;°f::„":,,%°^^„^^^""i- ==nsisti„, of 

Will iinjt resources to the ,a.,^^ ^^'"^ all areas of the 
3- ^-"-ii .r^^t^ educators Who need them, 

district and are^ ^^{r, r^ev^'Jo" J„Tr " -i-late local 

In the second anri ^^ii 
-nt leadership traininrof^roLr:"! "' '"^ ^'^^ ^evelop- 
1 .aders will occur. They will be trainirr"'"" "'^ teacher 

^ul'stlll'Tr' - their" ^. o^ran'd"' 

as a com.unrcation and learning netw"w /"^i' 
The plan identifies a ■ network for each other. 

^■ii as a final evaluation thl process each year 

PI- on practitioners and^st^dent. .T":."' '"^ ^evel^Lnt^ 

i-fi ^^^-CTS AVAT_r.a n_rj-. 

' ' ^ r r-.a t :. on Papers 

'[ Ocve!;pL°nt"""'= resources i„ .auU Education staff 

"2 .ndults As Learners 

ftate and Federal Commitment, to Adult fh,.. ^• 

i-'-.-vo lopment Aauit Education Staff 

«4 Jtaff Development Models and Practices 

;d:^:::jr^^ -C-ation. status Lco.ni t ion of .duU 

^ u ; d o 1 i n ^ s for "^t j^ff r , ^ 

c C t O r i: f n /i W • • ? A r ^ 

•^cd^. P^'Ve lopment 
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I. INTRODUCTION 



The n eed for . a long-range, statewide staff h . 
for adult education tea.h staff dev^i^p^^.. 

««ucation teachers, administrators 
in Michigan has been evident Pew ^"^^^'^ '^-'^ 

inservice or staff d.v., * regularly scheduled 

staff development opportunities are avail. hi 
continuing, developmental basis in . available on a 

-service efforts that do ex llT' T^"" '''''' 
cohesive design and format / ^ 

cally address the different levels o t ' • ^^^temati- 
career commitment of teachers a.- experience, and 

in adult education proa Orators, and support staff 

cuucation programs. Nor i.; i*- r^« 
most effective staff d»v , Possible to identify the 

ive staff development resources at local d<=^ • 
-termediate district, or hi,h education level a„d c 
to Plan their use. few adult educators hav "°P""-ely 
^or the field of adult education m deliberately 
--cation fro. other areal a ; a :^\::r 

educators. Part-time adult 

TO respond to this situation, in November 1978 , 

........ T.. ........ =.»...„.,:.;■. vr°"."°"* ■■ 

a ^roup of about thiri-u r.^ . Project. it was also 

..ucat.on and .oc^rd tT :t":::t""r"' 

-d.ate school districts and Programs, inter- 

- preparation for r lir an":"":""^ throughout . the state. 

Planning Collaborative meetin.o 
-ries Of a. hoc vor. teams met during the year ^ 
and consider information appropriate to 

process. se-es o« r . °' "^^isn 

" se..es o. Information Papers were prepared ^ 

-formation needed in the first part of the H """" 

part of the design process. 

The staff development plan reflects. , 
aiscssions Of the Planning collab ra i^e b ' ' ""''^"^^ 
.-.oc meetings. Pr.^ented with th : 7 
various drafts of the ^la t. t later 
banning ClXaborat e^s ted nd^""'" 

l^iOli- -t maae decisions tc omit and rcs-o„. ^ 

-■.cl;.de and act. ^ . Fos.,.one as v.ii 



For example, the Planning Collaborative concluded that certi- 
fication was only one means of improving the professional status 
and recognition of adult educators. The issue was comple:< and 
challenging one^ one that needed far more detailed and sustained 
attention that the Planning Collaboarati ve could give to it at 
this time* It, therefore, proposed a continued examination of 
the issue* The Planning Collaborative firmly believes that the 
staff development planning and programming process proposed in 
this plan will result in improving the professional status and 
recognition of adult educators throughout this state* Even more 
important, it will enhance their performance as adult educators ^ 

At the heart of this process is the adult student. Adult 
students come to adult education programs to improve their 
knowledge and skills as workers and as citizens* The needs of 
adult students - to improve themselves and their work oppor- 
tunities - must be the foundation upon which staff development 
planning and programming rests* 

The commitment of the Planning Collaborative was always to 
build on a broad base of involvement of educational agencies and 
institutions to assist the Michigan Adult Extended Learning 
Services in responding to staff development needs throughout the 
state. Almost 100 practitioners and resource people from through 
out the state were .Involved in the team meetings. 

If this staff development pla;. is biased^ the bias is always 
in the direction of encouraging field people and programs to be 
creative in and to be responsible for their own professional 
's'rowth plans. The bias is toward establishing a general process 
as opposed to specific solutions. The bias is in the direction 
of recognizing the enormous variety and differences in needs of 
people and programs and in recognizing that ^ no one solution i no 
one "delivery system" is appropriate to respond to this diversity 
But, the Planning Collaborative has identified and does propose 
s e ve n r r ior i ty learning areas to give direction to the staff 
dovelo^^ment process for local programs, for area- wide activities, 
and individuals. 



-He,.. ^^^^^^^^^^ ^ 

■ „...u in the aov.l„p„.n. of o .....orK o7T:;;r.c 

■ ''rou..jl.out t'u.- state who hau« > • ' i^^ 

WHO ridve Lfon involved in 

c = : r: 

l°n, learn.nc,, and the improvement of the professional r 

tion and status of adult educators. °'"="nal reco,„„ 

Alexander Charters has pointed out that 

.nclud:/:ir.hose't.:'onr":r °-' ^ comprehensive and 

tlH. docisi-^n-lakiL ''° '""Olvd at some love! in 

Of adu . "ducaCiir P""ioe 
an advanced ^Lcy"level th^!; 'k "^l' at 

.'..valo;,n=nr. proqran, must ^^^iV f ^ P"f«sional 

=id«ei not asTrpr^ram fo^ n^'^f"'' 

;ro,:,rans. As w^th air^IeLn ' ^' ^= "^"^ alternative 

ix-^icall, an indlCidJal "tejp^lirr^^'""^^ development is 

The current "state Plan for School Staff n , 
►:^ci.ijan» also states - ""-lopment in 

!nd'".v\"J:p:e^:'aL'^"n\;iLrt'r:r"n:i'n:":'r'^= °' """"" 3"'^'' 
«ated expectations, m order to Si^L ' outcomes up to 

==kxUs, school staff shouw S otf^eS tL" „"^-'°:^"'^ knowled9e and 
and bo encouraged to seek con-i™,™! "'\°PP°'^'"nity to receive 

"'-P^ 0^ ii^onaj^^-^r :cho:r:taff""°\'^""=- " 
teachers an d other educai-,^^, , > u " ''^ '° ''^ach fruitier, 

s»ulls prior to : t^ing a t^f. oroT '° ''^"'''^ "-^^^ 

additipr., ^.imu.. i^^ct fr';, Staff deCef "^"^'"'^-''^ P-^ogram. 
to t,Mlized when individual llTff l t "^^^^1°?™^" activities can 
sonal gro.tn and development "i f*" '=omatei to such per- 
of competencies and sITus U. orl^r trbett" -Provemenr 
T..'t.Cin>j idertified expectatio-TT! students in 

our;;., expectations is a crucial component. 2 (Qnphasis 

T:-... adult education staff development plan establishes 

:t Identifies goals, objectives, pr;;:;;::;7T;d 

provides ways of Unking statewide staff develop- 



o IT. 



'•w.xandcr r; . Charters, "Pro^^c--; 

-^^Its." n.meographed --He^ % development of Educatcr^ 

y pnec ,.cper, Syracuse University, 197&. 



•••-■••-o.^al Development ::-r:r°'^"'="' ' ••-^-^an," -.55. cc 
. ..en., icjan De^art:..ent of Educati^^ 
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"••nt resoure.s and training eutricu.-m. 

tor. that n-.^ =«ricu^ums to programs and eduea- 

or. that need them. Though the focus in planning has been 

educator, of adult, in public schuol programs ^H 

* . 'wv* programs, the activitii^c 

and approaches recommended in the clan , ^^xties 

tne plan are equally usefni 
"ce.sible to other .,e„oi.. and institutions' educatin; Lit,. 



AS MiUer and Verduin have commented. 



aevelo'p'LnT-rn^Tn^c^"^^^^^^^^^^^ -ncept for staff 

ment needs, other delivery s^stemi wUl hf''^'''''''''^ "'^^^ develop- 
diverse needs of adult lea^n!^a ani Thi ^."^'^^"d to fulfill the 
out its teaching and pro^ess^oLrLt '^^'^ ««ry 

and formal settings wilf^ rX *d Informal, nonformal/ 

involvement and decision mL"g bj f n o n"^"^ ^'^^ 

Greater flexibility in the sSf dev^i be needed, 

to fulfill the diverse needs of a fHi.^TC ^^'^ ^ ^^^^^^^ 

education. 3 "^^'^^ ^ ^^^^^ l^J^e adult and continuing 

is not r '^""^'^^ ^'^^ addressed. T^is 

- - ana filed away, ... . , r 

■ "° implement.. to h.v. P an de 

-eir o„n impro^m: t n el^aVr 

• Helping adult educators 
strengthen and improve their professional r ^^Mcators 
dents is th. ^ n, P^^otessional responses to adult stu- 

aents is the immediate goal in the foreseeahl. f ^ 

three vb^t. r foreseeable future, the first 

:;..::r::r:.:::.;';: 

IS .nc- long-range target. 

The. design this plan requires funding and support by tho 
Michigan Department of Education t,. , 

to review and reshape " ^^^^ "1"= - adult educators 

view and reshape resources available to the,r. Manv „f 
commendations can give immediateji^^^ to sta f d l 
-•crts in local districts and agencies ~e 1 *-^^°Pm-t ef- 

respond to needs of adult educato.-s. ^tforts to 
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- J ' ^ f ^. ^. i-uu^is-iincj Company, 

"^Demographic infcrmation about ni.. -v 

programs around tn. state as we 's '.n^ education { 

" ■ ■ ■ '"^ -^rnataon collected durina this f" 

included 
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II. DEFlWl\lON OF TERMS 

\ 

J 

.bout the r.™„dations of thii, pl.n, th. following ter.s 
are used as they are described below. 

d£ui^.education. This comprehensive ter„ refers to all 
educational activities, institutionally-sponsored cr self- 
directed, engaged in by persons who have assumed responsi- 
bility for directing their own lives and the roles commonly 
associated with adulthood. 

^duit educator, or educators .f ...n., ^hese two terms 
are used interchangeably in this plan. These terms refer to 
people Who serve in adult education agencies or programs as 
administrators, coordinators, supervisors, teachers or instruc- 
tors, counselors, paraprof essionals or aides, volunteers, or 
support staff. in designing this plan the emphasis has been 
on adult educators in public schools programs, but the priori- ' 
ties and procedures suggested in this plan are equally appli- 
able and accessible to other adult educatlcr, agencies. 

^duit basic educa^^on . Education for adults who function 
at less than the nln.h grade level, with emphasis on the devel- 
opment of reading, comnun ..a tion , computational and coding 
Skxlls including life role competencies, and bi lingual-bicul tural 
education for adults with limited English language skills. Cur- 
rent federal guidelines put great emphasis on outreach activities 
to underserved populations: the rurally Isolated, urban unem- 
ployed, wooen With special needs, older persons, handicapped 
immigrants. ...inorxty groups, institutionalized, and/or those 
limited in English language proficiency. 

HJsh school compJetJon . secondary educatior. for adult-^ - 
for adults Who have not completed requiremonts for a high school 
diploma. For the purposes cf this plan, this category also 
includes programs preparing adults to take the General Mucation 
:..--vcloi ment Development (ci::) e za icina t ion . 
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workshops that "re awareness-building or information-oriented 

sessions, or that address specific, immediate needs of teachers 

administrators or other adult educators. it has also been 

defined as a professional development activity that an educator 

undertakea ^ngly .or with others after beginning professional 
practice. 

Staff deveiopment and professional development . In the 
context of this plan, these two terms are used interchangeably. 
Sta: . development is currently defined in the "State Plan for 
School staff Development in Michigan" in the following fashion. 

Staff development is a planned and organized effort to: (1) provide 
teachers and other educational workers with knowledge and skills to 
facilitate improved student learning and performance commensurate 
with individual student incentive and potential, (2) meet additional 
developmental needs of students,, and (3) meet the specific needs of 
ntaff that may or may not be related to cognitive outcomes. 

information Paper #4 on "Staff Development Models 
end Practices.-" the Planning Collaborative described staff 
development as a process 

enabling each educator to develop the knowledge, skills, and con- 
fidence necessary to intervene effectively and appropriately in 
the learning environments of his/her students. Continuing profes- 
sional growth depends on the ability to recognize and analyze 
specific learning situations, to construct and select alternative 
responses, and to organize and direct resources toward helping 
students achieve. Continuing professional growth and staff develop- 
ment depends on the willingness of the educator to take action to 
grow as well as an opportunity within the system for the educator 
to do so. 

Staff development describes a continuing, evolutionary 
ilL2£^ which involves individuals and groups in planning and 
jecision-makinq for their owi. educational improvement . 
Learning is facilitated through the involvement process. Staff 
dovelopment activities may range along a continuum from the 
conpletely se 1 f -d ir e c t ed to the mediated learning experience 
to a systematic training experience. 

T.-ai ni n ■; . Suggests an intense, circumscribed, and 
syr.tenatic program in a;i instructional or skills area where 
cc n3 ideraijle experience and knowledge exists on the n.ost 
efffctivfe approaches or methods to be used^ 
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III. RATIONALE 



Factors which have strongly influenced and shaped the 
development of this plan for adult education staff development 
in Michigan include: 

^' "^^^ existence and impact nf proiect pm^ppt (Extern 
Network Of Adult B.sic Education Leaders), a multi-state adult 
bas.c educatiN^on professional development effort irv the late 
1960S wh.ch toWhed the lives of many of the present adult 
educators in th\e state and gave them a taste and appetite for 
staff developmeAt. The design of ENABEL which reached out to 
an levels of adAlt educators throughout the state and the 
Philosophical thrust of involving people concerned in the 
Planning for changU in their professional- lives were both 
important elements; in generating this plan. 

2. Adult learners , whether educators or students, bring 
motivations, background experiences, a sense of reality and a 
need for immediacy to educational situations. In the Macomb 
county Needs Assessment conducted throughout the state in 1978/ 
79. adnlt basic education students indicated they wanted to 
learn basic communicat ion»^ computation , and coping skills 
especially a. these relate to employment and personal aspects 
of their lives. They also wanted adult educators to accept 
understand and xnteract wxth them as individuals and to involve 
them xn helpxng plan curriculum and instructional approaches 
If adult educators are to function in this fashion, they need 
to experxence opportunxt.es in their staff development actxvx- 
txes to U-arn, practice, and use these oehav^.rs so they can 
..odel the. wxth students. A.ult educators who Ufa-long 
reamers are moro U^elu to produce aduJt students .t.c are 
^^^e-loriC learr.ers . 

3. A series oj .ducation^l and institt;tional stud^,, 
.u„est .ha. concrete, o.-,-oi„9 staff develor.ent activ.it. 
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organized around sma ll, on-site work group , are most likely to 
produce continuing improvement in the responsiveness of educa- 
tors or trainers to students or clients.S m the final analysis, 
staff improvement relies on individuals to move and change, 
indi.iduals reed organizational support available at their 
work sites and the availability and use of resource people, 
institutions, and materials for use when they are needed. 

. While recognizing and supporting the importance of conven- 
tional improvement activities - degree, certificate, and 
credentialing programs, short-term workshops, institutes and 
conferences, inservice days once a year and so on - this pian 
proposes that major ewpt^asis be on developing individual, 
iocai, and area-wide staff development plans and activities 
which respond to local lyident if ied needs, to priority learning 
areas 4escribed in this plan, and to state and federal priori- 
ti es . 

By emphasizing individual, local and area participation 
in planning and conducting appropriate staff development, experience 
recognition of the unique needs of rural, suburban and urban 
areas in the state can occur. Within this format, attention 
can also be directed to the range of background and experience 
levels of adult educators in various areas, and to the unique 
needs of different groups - administrators, teachers, curricu- 
lum leaders, counselors, paraprof essionals , office staff — 
whether full-time or part-time. 

4. Adult education programs, whether in the public sector 
or not, have had to be flexible and responsive to adult clients 
or students. Any staff uicmbor who a tentative adult loarnor 
encounters can influence hi. participation in the adult 
education program. Adult educators recognize that all staff, 
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overyon. th, student .ncounters, „..a to be 

re,.a.n.n, .otivatin, stua^nts, e.pathx.in, and 

clar.f.in, iaea, and ,o.ls. helpin, students assune increased 
respons.MUty for their o.wn educational lives is everybodys 
business in adult education, not ,ust the Job of a particular 
.person or position. 

• Flexible and ove, lapping program responsibilities and 

roles are co».on in adult education. «any adult educators are 
.^ven responsibilities, both teaihing and administrative, for 
-.c the. have had little previous training. .i.ost evervo e 

trained for so.e other field. ..on-the-^ob" training and 
preparation is the most common development process. ve-t it is 
haphazard and unsatisfactory in many instances. .o complicate 
-tters further, ma.or changes in adult education programming 
are occurring, and highly skilled adult educators are faced wi- 
^ <■ need tc .>,ee, themselves abreast of new developments. w! o 
ni£l-^l-l^««.develo^ therefore, is. something thattl^ 
be more- usefully decided inHivH 'lr l , or ar» , 

than xt can be determined universally at a state-wide level. 

5. This plan was developed specifically with public adult 

basic education and high school completion adult educators in 

-nci .s it has emerged, it is applicable and can be accessible 

to all educators of adults who worK with similar populations - 

the minorities, the institutionalized, the women with special 

needs, the disadvantaged, the rural, the handicapped, or the 

r.on- or limited-Englished speaking adults. Its emphasis is on 

" coordinated. ev.,„.„„ , e.,,,,.,,„. , „„ 

t:>at involves the people to be serv^H ~' 

H « to ne served, the resources to be us«g 
an.: the public interest. ~ ' 



This plan does not propose a traditior.al deliverv • 
'.-/--^ens approach. its emphas.s is on linking resources to 



;/:_-,i^ua^s^_joca^grou^^ ^^^^^^^ ^ 
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responsively to field needs and to tailor their programs and 
offerings a^ccordingly . 

t 

Underlying these factors which have shaped the plan are 
a series of principles which have emerged from research and 
practice in professional development. Those principles can 
serve as guidelines for planning and designing staff develop- 
ment programs for individual, local, area, and the state as 
a whole. 

^' Cooperative Planning. Planning staff development activities 
cooperatively with the people involved i& more effective 
than planning tor people. Teachers, administrators and 
support personnel need to participate in identifying and 
working cooperatively on their own instructional and/or 
administrative problems. Attention to student and community 
needs is a vital part of the planning process, as is the 
need to plan cooperatively with institutions and agencies 
helping with staff development activities. 

2. Systemat ic Process . Effective staff development programs 
are most likely to occur when a systematic process of 

1. assessment of needs of practitioners and 
learners 

2. goal-setting 

3. cooperative planning 

4. energetic implementation 

5. evaluation related to changed conditions and 
behaviors, and 

6. reassessment and replanning takes place on the 
individual group, building, district, area or 
statewide level. 

5 • Administrative Participation an,d Leadership Participation . 

Administrators who understand the need for staff development, 
who encourage and cxpc-ct staff to participate, and who tr.t.v 
responsibility to see that it happens have strong staff 
development programs. 

- 10 
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Admxnxstratlve and System Support . Administrative and 
system support for staff development is most likely to " 
occur when systematic planning has occurred and a proposal 
which requires a definite commitment by the system % 
•organization is made and approved. Involving the "authori- 
zers," the superintendents and other key people, at each 
step from awareness through implementation is a necessary 
strategy. 

From Awareness To Use. Vny effective staff development 
effort must give attention to and deliberately plan ways to 
help teachers and administrators move through a sequence 
of stages awareness, exploration, practicing, and usir.g — 
in relation to new teaching and administrative activities. 
Particularly in relation to teaching strategies the following 
stej;s need to occur: 

1. arranging for modeling and demonstrating 

practice under nonthr eatening conditions,-, 

3. practice with regular feedback, and 

4. follow-up help and transfer in a non-threa tenina 
atmosphere 

_Staff Development Resources. m addition to state aepart- 
ment, university,^ intermediate school district, and private 
agency personnel and resources, adult educators can look 
to their fellow teachers, admin i s '.ra tor s . and support 
personnel for resource help and assistance. Encouraging 
cooperative and supportive relationships among work groups 
may be a key administrative responsibility. 

Work Groups. Large group awareness or hands-on workshops 
may be appropriate to meet common or immediate needs or to 
learn about new approaches or programs. Single, one-time 
only mservice sessions nay demonstrate new techniques 
or share information. 

However, these are likely to be more effective when 
they are part of ,r imbedded in a continuing long-term 



staff development and improvoirent effort* Providing 
syatematic opportunities for emalX groups to work 
together on a continuingi long-range basis may be a key 
approach to improving adult education programming and 
teacher knowledge and skills. 

8* What ' a Expected ? What^s Rewarded ? Part of the process of 
improving the collective professional identity of adult 
educators requires programs to 

- identify the unique qualities and characteristics 
of adul t educator s I 

* specify those as expectations , 

- offer opportunities to develop and polish these 
characteristic s, and 

- provide incentives, titles, salaries, and 
crediting/credentialing arrimgomon t s that reward 
adult educators for liciisessing them. 

9, Long-Term Statewide Staff Development s Long-range staff 
developr^^nt planning needs to focus on developmental 
aspects moving from awareness through use, from simple 
to more complex, from one part of the program to the entire 
program. 
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IV. GOALS, OBJECTIVES, OUTCOMES AND PROCEDURES 



The COALS of the statewide, long-range staff development 
plan for adulC Education administrators, teachers and support 
staff are to develop 

I* Educators of adults who are self^dir acted 
lifelong learners . 

II. A cooperative staff development network that 
involves participants and resources in programs 
unique to the settings of the participants . 

III, The use of all available financial commitments 
and other resourcos 

The GOALS, OBJECTIVES, and OUTCOMES are linked together 
in the section that follows. With each objective, suggested, 
explanatory or enabling -activities are included. (A separate 
listing of goals and objectives is provided in Appendix C.) 

GOAL ONE: The Statewide, long-range staff development plan 
will develop educators of adults who are self - 
directed, lifelong learners , 

OBJECTIVE A, Prepare individual, program, and areu 
staff development improvement plans. 

Consciou& planning for improvement is a functional 
necessity if the primary goal of this plan is to develop adult 
educators who are self-directed lifelong learners in their own 
professional lives and as they model that role for the adult 
stuocnts they work with. 

Staff development planning needs to occur at three levels; 
at the local level, at the area level and at the individual level 



1. Local plans . Evidence exists that small on-site work 
groups Planning and carrying out a mutually agreed upon staff 
davelopment effort i. one of the most effective ways of 
producing and maintaining positive professional behavior. The 
local adult education group developing a staff development plan 
^might be a representative committee for the district or. program 
as a whole. m another instance, a building level or site 
group might be the logical focus for regular planning and 
working together. m any event, unless responsibility is 
assumed at the local lev-el to move through a planning process, 
little more than solitary, sporadic inservice sessions are 
likely to occur. 

The Planning Collmboxative recommends that locaJ programs 
develop staff development plans and that these plans explore 
yays'of relating constructively to existing staff development 
activities in the K-12 programs in order to maximize use of 
resources and funds. 

2. Area-wide plans. Particularly for awareness-type 
activities, for concentrated training for job-alike groups, or 
to stimulate attention to priority learning areas identified 
in this plan, it is useful to think in terms of area-wide 
planning and programming for staff development. 

3. Individual plans. Adult education practitioners who 
are expected to set goals for themselves, describe methods or 
activities they can use to achieve the goals for themselves, 
describe methods or activities they can use to achieve the 
goals, and determine how they will measure their progress or 
achievement are more likely to change their behavior positively 
or maintain already positive behaviors than those who have 
never been challenged to do so. 
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Th. flanning Coll.bor.tivt recommends that aduJt educe- 

o. p„pe.i„, to e.,a,e ee ,ta« edu.t ed„ceUo„ 
need to co^p.ete e„ "imp.oveme.t p.en" a. one o. tne conditions 
o/ .natiai e^pioy.ent. Adult education program. „ay al.o con- 
-der Whether or not experienced staff in th. ,.ro,ra. need to 
be continuously challenged to examine their wor.-.elated 

sK.l s or become ..ore .cnowledgeable . Ashing each adult educa- 
tor in a program to complete a staff development plan to dis- 

— peer a first step. cu.ula- 

t-ely, these individual plars within a huildin, or district or 
program may provide the common beginning for a group effort 
Examples of these plans are included as Appendix D. 

in this Planning process some practitioners have stressed 
the importance of involving adult students in staff development 
planning, 

incentive systems to acknowledge, compensate, and reward 
staff improvement must be systematically developed and employed. 

OBJECTIVE B. x.,rove *nowie.,e, skills and atv^tude. 
Of aduits in relation to iocaii y-de veioped needs 
or .n relation to priority learning areas identi- 
f^ed as needs by practitioners and students. The 
SEVEN PRIORITY LEARNING AREAS are 

J. Staff development planning and 
programming 

2. Program management, communication, 
and leadership 

^' feirner"^"^" " ^ P-^rson/professional/ 

4, Knowing adult clients and helping them 
to know themselves and 1 ecome self^ 
directed learners 



5 
6 

7 , 



Interaction strategies 
Teaching strategies 
Curriculum systems and areas. 
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in the material that follows each priority learning area 
has explanatory activities. These seven priority learning areas 
are d.rectly related to needs expressed .y practitio.-.rs 
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in the year of developing this plan or to the Macomb County ISD 
Adult Bftsic Education Statewide Needs Assessment. 

i • Staff development planning and programming . 

Staff development does not just occur. if it is to be an 
ongoing, integral part of an adult education program, it 
needs close attention by administrators and teacher leaders . 

It is developmental. Within any unit, building or adult 
education program steps which need to be taken include, but 
are not limited to: 

a. Develop awareness, readiness, and commitment to 
systematic staff development within programs. 

b. Plan for, budget for and provide staff with ongoing 
staff development activities. 

c. Conduct needs assessments in relation to priority 
learning areas or locally identified staff needs. 

d. Prepare an action pl^n to enable staff members to 
participate in staff development with identified 
goals, objectives, priorities, and action steps. 

e. implement the plar in cooperation with staff 
members including practice and use of new approaches, 
especially with feedback and support systems. 

f. Analyze, reassess, and reshape the plan on a regular 
basis. 



2 . Program management , communi cation , and leader shi p . 

In these three areas, educators of adults need staff 
developn.ent activities to heJ.p them 

a. Improve program management skills in 

1) Preparing budgets, fiscal management and 
reporting , and in membership accounting 

2) Recruiting, retaining, and evaluating 
staff 

i) Recruiting, retaining, and recovering 
students 

4) Tapping all possible funding sou*rces • 
O - 16 - 
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lAprove communiration skills to 



1) Promote the adult education program with 
the community and other institutions, 

2) Share information within buildings, 
within the district, and with other 
programs 

3) Develop support systems and networks 
within the district, with other 
districts and with other institutions. 

Improve leadership skills by 

1) Gaining knowledge and information about 

- The philosophy and history of 
adult education 

^ Elements of effective adult 
educabion programs 

- Ways of assessing community needs, 
strengths, and resources 
Current information, research, 

\ and -emerging trends in adult 
education 

2) Examining their leadership roles and style 
advocacy roles, and interaction patterns 
with other staff. 

3) Performing as a curriculum leader which 
means that they will 

- Know about existing curriculum in 
adults education programs, btate and 
nationwide 

- Know about current research in 
curriculum in adult education, 
in k-12, and in higher education 

- Develop a philosophy of curriculum 
appropriate to the community and 
with the help of staff, other 
administrators and the community 
along with a process to imple- 
ment it 

- Help teachers assess their unique 
teaching styles and develop 
appropriate methodologies and 
stra'.egies 

- Give teachers information about 
themselves that is positive and 
entouraging t motivate and 
support them 
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Although activitits in this priority learning area 
may be of primary interest to program administrators , 
curriculum coc>-dina». ors , teacher laad^ra and others may 
also be interested, particularly as responsibility for 
these activities may oe -shared in many program-j. 

^' Self^Mv»reness as a perso n/prof essionaJ/Jear/ier 

In this connection, staff development activities need to 
^eli all educators of adults 

a. Develop attitudes and behaviors which will serve as 
models of the learner role to adult students 

b. Examine their own beliefs about the teaching- 
learning process and their own experience as a 
learner 

c. Demonstrate a sense of control, confidence in their 
own ability, and responsibility for what happens in 
their prof r .-tsional lives 

d. Examine hrw their philosophy of adult education 
peraeates all of their work roles 

e. Know about adult education philosophy, history, 
current information and research, and emerging 
trends and futures in their professional rcles 

in order to be able to use personal and professional information 
about themselves to improve their effectiveness with adult 
students in whatever roler they perform. 



Knowing adult students and helping ihem to know thew-- 
selves and become self ^directed learners . 

In order to accomplish this, adult educators need to 
accept students as mature individuals and know the students* 
social, intellectual, psychological, and health needs. They 
also must be skillful in 

a. Helping students assess their skills, identify their 
interests, recognize their unique learning styles, 
set attainable goals, and develop appropriate 
instructional plans 
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self-motivation "^^''^ ^° ^«lP students develop 

in order to promote self -directed learners an,ono • ' 
and clients.,. earners among their students 

under this umbrella are included activiti.. . • 
-tivation, developing e.pathy, us.ng ^ T^'^^^^ 

promoting thinking skills *nH . ^^rify^ng techniques. 

More specifically adu Id " discussion s.iUs. 

itaiiy, adult educators need to 

to activate students ^'""•^"e learning environment 
Participate in empathy training to improve Xistenin, 

ule"."tiv":r' *«-''^^''« 
be"a"c"r^"" "i^her level thin.in, 

" " '^"^ °* '""P ^^scussion techniques 

... .......... ..... 



a . 

b. 

c. 
d. 

e. 



h. 

d. 
e . 



Methods of involvino stud«n4-=, • 

Of the curriculum ^n cooperative planning 

Goal Planning and learning contracts 
Programmed instruction 
Diagnostic-prescript.! ve learning 

l%":Ji?i^rL^„^%'---:,%^J-^:^^-.a_in,cr..ticn 

Among these a.e several .hich have received n • 
-UU education in ^^^^ ZV^^^^^^ ^ 

a. Life Role Competencies 
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b. Bilingual^bicultural education 

reading, language, mathematics 
and citizenship areas 

d. Employabillty Skill, training as related to CETA, 
WIN and a variety of other Department of Labor and 
Department of Social Services thrusts 

e. Women's studies 

Other specific areas of importance are* 

f. Counseling and guidance approaches 

g. Instrumental Enrichment — a program to improve the 
cognitive functioning cf teenagers and adults 

h. Computer-assisted ins'^ruction 

i. Senior citizen programming 

j. Use of media programming — TV, radio, tapes, news- 
papers, etc. 

k. Self-instructional or correspondence programs 

OBJECTIVE c.. Strengthen the professional cojomitment and\ 
recognition of educators of adults. 

Staff recruitment, retention and evaluation practices in 
adult education need to involve staff cooperatively in 

1. Establishing expectations of desired behaviors for 
educators of adults. 

2. Preparing continuing staff development improvement 
plans jr participating in agreed-upon staff develop- 
ment activities. 

3. Evaluating staff performance in terms of specified 
and desired behavior or performance. 

4. Retaining those staff who have dec? jnstrated a 
capabiMty of working effectively with adult studen ;s, 

All available pathways ^or s trengthining the professional 
commitment and recognitv.on of educators of adults — on-the- 
job improvement programs, endorsement approaches, competency- 
based approaches, certification and accreditation proposals -- 
need to be considered in the next three years in terms of 
their feasibility in this state and in terms of tie value of 
their contribution m the improvement of staff development of 
-educators of adults. 
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OUTCOMES 



GOAL ONE: The statewide, long-range staff development plan 
will develop educators of adults who are self- 
directed, lifelong learners. 

PVTCONES OF GOAL ONE: It is anticipated that as a result of 
the effective implementaUon of this plan. 

Participants in staff development will model the 
role of self'directed learners as they: 

1. ^ccept. understand, and interact with other adults 
as individuals, 

2. Enable adult students to gain personal interaction 
skills to accomplish their academic, employment, 
and personal goals, 

3. Enable adult students to practice academic skills in 
academic, employment and citizenship roles, 

4. Enjible adult students to gain a sense of control 
over and responsibility for their educational , 
employment , social and political lives. 



**** ****** 
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ADULT EDUCATION STAFF DEVELOPMENT PLAN 



I 

M 
M 



MDE - 

ADULT 
EXTENDED 
LEARNING 
SERVICES 

(funding 
source ) 



OTHER 

FUNDING 

SOURCES 



STAFF 

DEVELOPMENT 
COLLABORATIVE 



(operational 
agent) 




SMALL 
INCENTIVE 
GRANTS 



COORDINATOR 
and 
Secre tary 



STAFF 
DEVELOPMENT 
FACILtTATORS 

(20-25) 
around state 



OTHER ADULT EDUCATION 
STAFF DEVELOPMENT 
PROGRAMS 



LOCAL AND AREA 

STAFF DEVELOPMENT CENTERS 



FEDERAL AND STATE 
EMPLOYMENT, HEALTH, 
AND SOCIAL SERVICE 
PROGRAMS 



INTERMEDIATE SCHOOL 
DISTRICTS AND REMCs 



ADULT EDUCATION 
PROFESSIONAL GROUPS 



UNIVERSITIES, COLLEGES 
AND COMMUNITY COLLEGES 



In K.'cond anO following years 



In third and following years 



LIBRARY, BUSINESS, 
LABOR, GOVERNMENT AND 
COMMUNITY 




ANALYZE, MODIFY AND UPDATE 

Add CONCENTRATED STAFF DEVELOPMENT LEADERSHIP 

TRAINING for 20-25 TEACHERS LEADERS AND ADMINISTRATORS 

MAINTAIN EXT.STING PROGRAM AND PROCESSES ^ 
VERIFY IMPACT ON STAFF AND STUDF.NTP 



COAL TNOt The statewide, long-range staff development plan 
will develop a cooperative staff development 
network that involv es participants and resources 
in programs unique to the settings of the 
partici pants . 

OBJECTIVE A. Establish a STAFF DEVELOPMENT COLLABORATIVE 
to serve for three-five years to implement, analyze 
and reshape the plan. 

A group of ten to twelve people, representative of key 
\3r0ups of adult educators and educational influentials in the 
state, meeting regularly, will be responsible for directing the 
implementation, analysis, and reshaping of the plan over the 
next period of time. 

It is recommended that the STAFF DEVELOPMENT COLLABORA- 
TIVE function to 

1. Give direction to implementing the state plan on 
adult education staff development for all educators 
of adults. 

2. Develop criteria and guidelines for funding of the 
statewide facilitation network and encouragement of 
local district and area staff development programs. 

3. Review and approve programs proposed by local and 
area groups for mini-grant funding. 

4. Monitor and assess progress of programs and the plan 

and make necessary modifications based on the evaluation. 

5. Make recommendations to fiscal agent as needed in 
relation to proposed programs, budgeting and 
expenditures . 

6. Recommend a coordinator and staff to the fiscal 
agent. 

It is further recommended that the STAFF DEVELOPMENT 
COLLABORATIVE consist of ten t6 twelve members who serve with- 
out alternate. These members would represent the following 
groups and serve one- two- three year terms: 

1. Michigan Department of Education Adult Extended 
Learning Services 

2. MDE-AELS Advisory Council 
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3. An intermediate school district 

4. A participating university 

« 

5. Adult education teacher representing Michigan Education 
Association, Michigan Federation of Teachers and no- 
organization, alternating each year 

6. ^ Representative of Michigan Association of School 

Administrators (MASA) 

7. .Rotating member of Michigan Association for Public 
Adult and Community Education (MAPACE), Adult Educa- 

^ tion Association of Michigan (AEA of M) ^ and Michigan 
Community School • Education Association (MCSEA) 

8. Representative? of a State of Michigan department, 
e.g., Department of Labor, Department of Social 
Services, Department of Corrections, etc. 

g^-lO-ll. Three adult educators representative of the rural, 

' suburban, and urban, industrialized areas of the state 

12 • Community college 

In addition to representing these groups, considerations 
in the selection of members will include 

1. Interest in staff development 

2. Geographic, sex, racial and staff balance 

3. Continuity with Planning Collaborative membership. 

It is strongly recommended that continuity with Planning 
Collaborative membership be a major factor in the selection of 
Staff Development Collaborative members and that recognition 
of the contributions of members in the field of adult education 
to this effort be a major priority. 

A coordinator and secretary will be needed to serve as 
staff for the COLLABORATIVE and coordinate the management of 
the plan. 

It is recommended that the fiscal agent for the STAFF 
DEVELOPMENT COLLABORATIVE be a first or second class school 
district, an intermediate school district, a university, or the 
Michigan Department of Education, 
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o.«cr vr a. ^ ^^^^^^^^^ 

ot 20.2, STArr DSVSLOPHE,T TACXLITATORS to support 
'ssist .„<, jient,,, „„„„„ ^^^^^ ^^^^ ' 

staff ievelopntitt ptoynns . 

. It is recommended th.t a group of STAFF DEVELOPMENT 

r.CX.XT„OKS wiu .e identified .„d invited to serve a , eo„- 

::::r::::i:::.:::°"" — 

to J)7l « initiators and helpers 

staff development efforts at the local and area level and 
as educational brokers to link local and are. groups to re- 
sources throughout the state. it is a-ticipated that each will 
work With an average of thirty adult educators during each 
year in awareness and staff developnent efforts so that a 
rnxnimun of 600 adult educators will be reached each year. 

"or. specifically, it is reconmended that the staff 
DEVELOPMENT FACILITATORS will f„„ctio„ to: 

1. Stimulate and assist local district »nfl i„ , 
- preparing development Plans and Programs ' 

• iir^ivVsT. !n"pr?:ri\'rfe«;:L\°^:r' 

developmental basis. learning areas on continuing. 

3. "entity resource people, institutions, actlvlhi.. 

education programs as requested. ""^^ 
and'progLmsr" aevelopment needs 

5. Serve as a communication and resource network. 

TlSE"n"r'o"^,%'^L'° DEVELOPMENT COLLABORA- 

7. Work in teams within a larcer area f^^ « 

P«%-n-n-^^:^p— ^.L^u'ii-^ 
It is anticipated that these 20-25 STAFF DEVELOPMENT 
FACILITATORS may serve areas coterminous, with regional educa- 
tional units, but geographical distribution of the Facilitators 
»ust also take into account the distribution or adult educators 

• - 25 - 3y 
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throughout the state and make some adjustments for heavy con- 
centrations of populations where th^y^-oiccjir^ 

It is further recommended that these STAFF DEVELOPMENT 
FACILITATORS will be selected from applicants and nominations 
. by the staff Deve pment Collaborative. Facilitators will be 
people who: 

1. Are the best possible people — educator xnfluentials 
in their geographical or content areas 

2. Participate voluntarily. 

3. Maintain continuity with the Planning Collaborative. 

4. Represent geographic, sex, racial, staff population 
and institutional balance. 

b. Represent local districts and groups, area or inter- 
mediate groups, and resource institutions. 

6. Are related sufficiently -to their area to know the 
social, political and educational climate they will 
function in. 

The STAFF DEVELOPMENT FACILITATORS will be trained together 
and will meet at regular intervals to maintain themselves as 
a communication network. Their initial training will consist 
of a training program which will 

1. fteview and provide practice in active consultation 
approaches and skills 

2. Develop staff development planning and programming 
approaches 

It is anticip ed that STAFF DEVELOPMENT FACILITATORS 
would be made available to function in this role /or a speci- 
fied number of days a year in exchange for a financial acknow- 
ledgement to their institution for their services. While the 
acknowledgement will not reimburse the institution for the 
full value of their services, it will be a good faith effort. 
Meanwhile, additional skills and knowledge developed by the 
facilitators in their training and in their expanded role can 
be of further benefit to their sponsoring institution. Alter- 
native ways of supporting staff development facilitators will 
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be conilderad, but in each instance evidence of institutional 
commitment and support will be important. 

OBJECTIVE C. Beginning in the second year, train 

teacher leaders and administrators in initiating 
and generating staff development processes in 
their districts and areas and in serving as com- 
inunicAtion and learning networks for each other. 

This plan places high 'value and priority on planning for^ 
staff development improvement at the individual, local, and 
area level. Area orga nizations of adult administrators exist 
throughout the state and can serve as the base points to 
initiate staff development activities for job-alike groups or 
in relation to priority, learning areas. These activities may J 
be the focus activities of the first year of the plan. 

Some adult education programs already have on-going 
developft^ental staff development programs. The^e programs can 
serve as models and resources to other districts. < There is also 
need for focused training of 'administrators or designated 
teacher leaders to begin staff development programs in districts 
which presently do not have them to improve those in other pro- 
grams. These training programs also need to include leaders 
from successful ongoing programs so that they can share and their 
experiences with others. 

This plan recommends the training and support of at least 
50 adult education * acher lead rs and/or administrators each 
year in staff development leadership training. They would be 
trained in groups of 25. it is anticipated that STAFF DEVELOP- 
MENT FACILITATORS will conduct or assist in the staff develop- 
ment leadership training program. 

It is anticipated that local or area groups interested in 
participating in the training will have drafted an initial 
staff development plan or plans through. the involvement of all 
interested parties in the local program or area. 
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OBJECTIVE D. In eacA year, provide smaJl grants and other 
incentives for the preparation of local and area 
Mtaff development plans and programs. 

It is recomiLended that a process be established under the 
management of the STAFF DEVELOPMENT COLLABORATIVE to offer smal 
grants and other incentives to individuals, local groups (which 
-might be at the building, program, or district level), and 
area-wide groups to encourage the development of staff develop- 
ment plans and programming according to the guidelines of this 
plan. 

STAFF DEVELOPMENT FACILITATORS will be available to help 
local groups 

1. Build the awareness, readiness, ard commitment to 
participate in staff development planning and 
programming. .--^^ 

2. Conduct needs assessments of staff and student needs. 

3. Identify priorities, goals and objectives. 

4. Prepare an action pian which describes the methods 
which will be used to achieve the goals and objectives 
ard a time line. 

5. Describe the action steps necessary to implement 
the pi in. 

6. Locate resource people, institutions, and training 
approach-s needed to implement the plan. 

7. Make arrangements for Ihese activities to oc"cur, 
for opportunities for staff to learn, practice, and 
use the new approaches. 

8. Evaluate, reassess, and reshape the plan. 

Criteria for the funding of incentive mini-gran-.s v,ill be 
prepared by the' STAFF DEVELOPMENT COLLABORATIVE in accordance 
with the priorities of this plan. 



OBJECTIVE E. Locate and describe resource people and 
institutions that can provide staff development 
services for different groups of adult educators 
with varying experience levels in different parvs 
of the state, according to the priorities of this 
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pJan, the needs of local groups, ^nd the capa- 
bilities Of the resource sites, pecpie and 
insti tutions . 

staff a.v,lcp«ent resources .„a training approaches through 
out the state Which relate to the priority learnin, areas of 

w ii T"/"' P"'essio„al nee.s of adult educators 

-11 .e xdentified. Resource people and institution. „ay 
include but not be limited to: 

- universities 

- colleges 

intermediate school districts 

- community colleges \ 

- professional development centers 

- regional educational media centers 

- libraries 

- private consulting firms and agencies 

- other public agencies 

- other adult education programs 

- churches or religious groups 

- correctional institutions 

- Michigan Department of Education 

- Human Resources Bank, State Library 

It is recommended that descriptions and directions of 
staff development resource and training curriculum will be ' 
prepared, maintained and distributed through the ccmunicat^ns 
networks set up among the STAFF DEVELOPMENT FACILITATOHS and 
the staff development program leaders who are identified and 
traxned. It is recognized, though, that written information 
IS too often inert. 

STAFF DEVELOPMENT FACILITATORS win occupy a key role ir 
u-n, the information about staff development resources and ' ' 
tra.nin, programs W.ich is generated to link resources to the 
adult educators and adult education program, vhich need then, 
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OBJECTIVE F, Ani,:yze, evaluate, and reshape the 
operation of this staff development plan and 

It is. recommended that during the first three years the 
.STAl'F DEVELOPMENT COLLABORATIVE will be responsible for 
analysing, modifying, and reshaping the operation of the plan. 
It .ill -develop ways of collecting and analyzing information on 
the activities and programs which staff Development Facilitators 
arrange and participate in. on the variety and impact of mini- 
grant programs, and on the movement and impact of the plan 
generally. 

It is recommended that at the end of the third year of 
operation, external verification of the impact of the plan on 
adult learners, both staff and students, will be arranged. 



OUTCOMES 



GOAL TWO: The statewJ.de, long-range staff development pian 
uill develop a cooperative staff development net^ 
work that involves participants and resources in 
programs unique to the settings of the participants 

OUTCOMES OF GOAL TWO : 

A. The existence of local and area adult education staff 
development programs in e •-ry area of the state 
directed toward purposes a;. oijfectives of Coal I. 

B. The existence of and linking of flexible, develop- 
mencal programs and resources, for example 

a. University and college programs designed 
to respond to the program components and 
elements in the plan for inexperienced 
and experienced staff, at undergraduate 
and graduate levels, for credit or non- 
credi t , 
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1^111',.°'^"'^ "» ""il'ble from 

Jnt.rm.diate school districts, proteltion^l 
development centers, regional e^Z/tiln." 
^eli. centers. K-ll staff ^eveloplentl" 

sHLT^/'J" i" specific 

ploVre'nt:'' "'^^ deveiop»,e„t 

statr^r ^rT'" ""ions throughout the 
*''°"-'"'» >'orkshops to create 
""""ess. motivate staff 



activiti.es. 

C. 



•rhe documentation o/ impact of a range of stafi^ 
deveJopment activities on Ann «^ ot staff 

in each wear ThA t^-il \ . '""^ educators 

iLrtef-'hi^^^^^^^^^^^ 

ciie sta/j- development activities. 



GOAL THREE: The statewide, long-^renae st^ff , 

fciii use f,ll svailable fin^nr^iMi 

' financial com mitments »r.^ 

other reMourcmm . 

OBJECTIVE A. ^ocal, state end federal funds and resources 
will be continuously identified, allocated, and used 
to support this plan, 

« 

tour «.jor source, of eduction funds need to be tapped 
.no mobilized to support the implementation of this plan. i„ 
order to do this, 

E«enS.d\'"°'"<'" t-P"tment of ' Education-Adult 
Dr^orfr?. "ervice, to establish long°ranoe 

fnS^.n .duca.!on_tunds to support 

equitablG basis. Adult educators need to take steos 

::ii:rroard:'"= °' staff \%\%ro'p^\t 

4. Action needs to Hp ^s^v^^^ 

OBJECTIVE otter putl.c fnn^s and re^our.e., „in ie 

co,.tinuously identified, sought and used to support 
this plan. 

Action needs to be taken to use public libr.r,,. ^ro^„^ 
the state as resources to adult education st.ff developmenv. 
efforts. 

, addition, other public agenri.., both state and federal 

who are engaged in adult education activities need to be 
encouraged to participate in staff dovolop.ent leadership and 
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education.! pro9ra,n. under thi. plan. These agencies might 
inciude but not necessarily be limited to: 

I. U. s. Department of Labor programs (CETA - Compre- 
hensive Employment Training Act, YSB - youth 

"a'lnin'^ tZVrl^^r' " ^^^o— 

" "'w^^riSci;j^"r.\°,ur:;d='^'^"^ - 

^' ^'"ii^LJ''"^^ e-'Ployinent education programs 

in other federal and state agencies. P"9r«»>» 

in addition, . large number of on-2oin2_staff.^ndp„,,3. 

f7f-^^^^^"-^^^^i^ exist in Lis'state wiillf .1f^ 

aa tT"!' ""^ ""ed 

Plan to 1 \ °" * -"is. xt is the intent of this 

Plan to lin, .^ult educators to the services of 

- intermediate school districts (ISDs) 

- professional development centers (PDCs) 

- regional educational media centers (REMCs) 

- Professicnal development advisory councils (PDACs) 

as well as to staff development resources and activities of 
their own K-12 programs. 

certainly, a major resource to adult educators which is 
presently underused is the Interinst itutional Wo....„p 
available through Kent County Intermediate School District and 

Hrough the Wayne County Intermediate School Di trict. . 
workshop, participating groups of educators can earn credit at 
a participating university, yet have all but two sessions of the 
workshop at their own local site with the services of a resource 
Per.on either from a university or the intermediate school 
district. 

Finally, implementation of this plan depends in large 
measure on encouraging universities. ^ 
-iie^es to review their programs and offerings, in view oAhe 
priority learning areas identified in this plan and to ma c 
the.r services to programs and people seeding them 
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OBJECTIVE C: j>riv«te funds an(3 resources will be 
continuously identified, sought, and used to 
augment other funds and resources supporting 
this plan, \ 

Action also needs to occur to seek non-profit foundation 
^"""^s to support this plan and supplement other funds and 
resources available to implement , this plan. Funds which might 
be approached include Kr^sge, Mott, Fort, Rockefeller, common- 
wealth, to name a few. 

Local and area groups need also to look at ways of 
involving community service, business and other private agen- 
cies and/or orgeini^Rations in leadership and staff development 
activities both .a>s users and resources. 

Major resources to this plan are the professional organi - 
zations in this state who can support and participate in the 
^further development of this plan. Among these professional 
Organizations are th* Michigan Association for Public Adult 
and Community Education., the Michigan Community school Educa- 
tion Association, Adult Education Association of Michigan, 
Michigan Association of School Administrators. Michigan Educa- 
tion Association, and the Michigan .Federtition of Teachers. 



OUTCOMES 

\ 

GOAL TtiRBE: The statewide , long-range staff development plan 
will use all available financial commitments and 
other resources . 

OUTCOME OF GOAL THREE : Funds and resources to support the 
major elements of this plan will be generated , as evidenced 
by access to general entitlement monies, internal budgeting 
priori ties ^ and support from related agencies. 

i 
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V. EVALUATION* 



Th. „ichl,.„ Aa„it Education st.ff Development Pl.„ 

evil r '° P"*'"^""! development. Th. 

aluat.on «iu .,30 neea to be complex to assess the e«ec- 

wUl be ut.l..ed xs a series of mini -evaluatlc n designs each 
add„ss.n,.a di«ere„t concern, obtaining data from different 

urces and involving different inferential and descrip 
statistical procedures. ffi^ive 

Establishing and implementing .n evaluatio,. design such 
as the one presented will insure that information is available 
to decision makers so that they are aware of ^k. . 
weakne*s»= v strengths and 

as we 1 " °' Plan (formati luatlon, 

as w 11 as the overall impact of the plan <su„mative evalua- 
n .ith this type of evaluation model where data are col- 
.cte on an ongoing basis, redesign decisions can be mad, as 
the Plan is being implemented rather than waiting until it is 
completed. m this way, the plan is viewed as being f exi. l" 
nd modifiable ra.her than as crystaU.ed with no .Lrn i n 
or modi ication possible or acceptable durirg the period of 
Its implementation. 

level'a'ddr''""" 

VI addresses a major concern or aspect of the implementa- 
tion process. Each level leads to the next. However, once 

nee": " "-"-^ -"-^ 

ance of the operational phase. The evaluation requires a 
minimu. of four years to assess the impact of the plan. This 
t.me period has been especially considered. attempts at speed- 
ing up the evaluation will reduce the possibiLU, of reveaLIg 

cordolr?:structi:„"i"j::,i^^j„^ra"'r/°t^^''°"^^"' °- 

Berkley. Michigan, prepared X dr^Jt oTth"'°" '^"o-ates, 
rlan. The members of the Plan^i „^ ^ , ? v. ^eotion of the 

reviewed ..his section in Aug"t"l979 '^""'"^ commented and 
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the true impact of the plan* The four levels include i, n 

1. Analysis of <^»mplementation of structural elements 
of the plan^ 

2. Analysis of implementation of local and areas pro- 
grams in relation to the seven priority learning 
areas ; 

3. Information dn impact of implementation upon adult 
education staff (administrators, teachers $ counselors, 
teacher-counselor, curriculum leaders and support 
personnel) ; 

4. Information on impact of the plan upon students. 

As this evaluation m.>del is more fully expl^^ined, it will 
become evident that each level is the natural follow-up of 
previous levels* 

The balance of this section of the deriign will bo 
devoted specifically to ^ description of rjach of the four 
evaluation levels. So that the xeader i's better able to 
grasp the total evaluation picture, a similar format will 
be utilized for presentation and discussion of each level. 
?'his format is\: 

1. Overall concern; 

2. Evaluation questions, and issues to be addressed; 

3. Sources of information: 

4 . Type of data gathering ; 

5 . Time line. 
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LEVEL ONE; Analysis of implementation of structural elements 
of the plan 

Overall Concern 

The first level of the evaluation is formative in nature 
and involves monitoring to determine the extent to which the 
overall plan is being put int.o operation. This first level 
will be directed toward monitoring the implementation of the 
Staff Development Collaborative, of the role of the Coordinator, 
the Staff Development Facilitators network, and, to some extent, 
local and area staff development. 

Evalua tion Questions and Issues to be Addressed 

During the Level One evaluation, many questions relative 
to the staff Development Collaborative, Coordinator, and Staff 
Development Facilitators network need to be addressed. Based 
upon the responses obtained for these questions decision 
makers will have documentation and descriptions of the coni-ext 
in which the plan is implemented. Judgments of what needs to 
be modified and altered can be made. Following is a listing 
of some of the questions and issues which need to be addressed- 

1. Have, the members of the Staff Devalopment 
Collaborative been selected according to 

, the criteria in the plan? 

2. Is the Staff Development Collaborative 
functioning according to the criteria 
identified in the plan? 

3. To what extend have the criteria and guide- 
lines for funding been successful in allow- 
ing implementation of the statewide facili- 
tation net-.7ork and the encouragement of local 
school districts and area st?rf development 
pr ograms ? 

4. The scope ai?d sequence of the local and area 
group small grant funding programs approved 
by the Staff Develo;.ment Collaborative. 

5. The extent to which the Collaborative monitors 
and assesses the progress of these programs and 
the overall plan. 



Typ«a of recomnendationa emerging fron the 
Collaborative in relation to rroposed programs, 
budgeting, and expendituree. 

Number, repreeentativenese , selertion, and 
functions of staff Development Facilitators, 
according to criteria in the plan. 

Extent to which Facilitators act as linkers 
with local and area groups and resources 
throughout the state. 

The types of assistance provided to local 
districts and area groups in the preparation 
of development pl»ns ar d programs. 

Indications of extent of staff development 
activities based upon the aeven priority 
learning areas. 

Descriptions of resource people, institutions 
and activities used by participating local 
and area groups. 

Description of interaction between the Staff 
Development Collaborative and staff Developnxent 
Facilitators. 

Description of innervice training of Facili- 
tators and effectiveness of the training as 
measured by increased skills knowledge and at- 
titudes of Facilitators. 

Review of congruence between the commitment 

of institutions and Facilitators and their 

opera'tional availability to function in 

this position. Extent to which the Facilitators 

are provided time and funding to perform their 

duties on a regular basis (although perhaps 

not full time) . 

Number of adult educators who participate in 
activities arranged bv each Facilitator. 

The extent to which staff Development 
Facilitators assist local and area groups 
in the development of small grants and in- 
centives through a planning process. 
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17'. Ideatification. allocation, and use of local, 
state and federal funds and resources in the 
implementation of the plan. 

Sources of Information .. ^ 

The primary source of information utilized for this 
level of the evaluation will be the members of the Staff 
Development Collaborative and the Staff Development Facil- 
itators, in addition, where possible, meeting agendas, 
mxnutes of meetings, local staff development plans, semi- 
structured Facilitators' logs, descriptive and evaluative 
data from staff development activities, and other manage- 
ment records will be reviewed. 

Type of Data Gathering 

The type of instrumentation necessary to obtain the 
evaluation data will include closed ari open-ended surveys 
and semi-structured interviews of members of staff Develop- 
ment Collaborative, Staff Development Facilitators, the 
Coordinator and a sample of recipient;-, of the services of 
the Facilitators. 

t 

Time Line 

The Level One evaluation will take place from the 
onset of funding through the c onclusion . of the first 
year activities. Data will be collected at the beginning 
and at t ■ end of the year. This will allow for status 
reporting as well as change analysis. Auditing and re- 
viewing of management and progress forms will be done semi- 
annually, information will then be provided to the Col- 
laborative regarding the status of the plan, including the 
extent to which it is operational as well as recommendations 
for modification. The Level One evaluation will then be 
continued throughout the remaining years of the implementation 
period. AS the project matures and the final model crystalizes 
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less emphasis will be placed on formative or monitoring 
evaluation, and more emphasis will be placed upon impact 
evaluation as described in" Levels Three and Four. 

LEVEL TWO: Analysis of implementation of local and 
area programs in relation to the seven 
priority learning areas 

Overall Concern 

The Level Two evaluation will concen;trate on 

1. Implementation of local and a/ea staff 
development activities in relation to 
the seven priority learning areas. 

2. Assessment of the trairytng for local and 
area leadership. ' 

Evaluation Questio ns and Issues to be Addressed 

1. To what extent are local and area plans 
for adult education staff development 
linked to the seven priority learning 
areas? 

2. Assessment of staff development activities 
in local and area programs in relation to 
their nature — awareness, exploration, 
practice, use. 

3. iB leadership training based upon docu- 
mented and/or perceived needs? 

4. Objectives, activities and resources in- 
cluded for leadership training. 

5. Selection procedures and demographic di.^- 
tribution of participants in leadership 
training. 

6. How are community agencies linked in with 
local program leadership training? 

7. To what extent have local and area adult 
educators betn involved in the development 
of local and area staff development plans? 

54 
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10. 



11. 



To what extent are local nv«« 
«dult educators to preparf 
sessional improvement nin%r 

To what extent are lo-al ;,n^ 
velopment plans relate'd t« ? 

program needs? individual, group 

To what extent are local 
lated to Client needs? '"'^^ 

Sources o f informaf,-^n 

The sources of information in the Lev«l . 
Will be staff Deveinr,^ . evaluation 

tarr Development Facilitators art.,!- ^ 
documentation available on educators, and 

Plans. °" generation of local and area 

Type of D ata Gath.^..^ 

In addition to Lev^i n«« 

i^evej. One mstruaentat-i «», *.u 

^n.tru„entatio„ found h„e wUl .e p" tiT 

to training »nd other staff ^. , "icipant re.ctionnairet- 

- -a are. p»,:.T iai^^r:!:::::'^"' 

staff at the local sites and k ^^^^^.ties, surveys of 

members of the <ii-^^^: r. 
Facilitators network. Development 



TimeLine 



This Level Two evaluation „iii 

the first year of the p-o1ect and ^"'^'"'"-^ Ute in 
-ar. .he aata wiii .e I . oT — 

allow tor deoisio.c "^cted on a continuous basis to 

ae.eiop.nt\^\-:;r::::;:: ir- - --^ 

are „os. often seleotel an h^ L"""" 
second year the Level Two evaluaf ^a^""", i.-, the 

evaluation win expand to deter,nine 
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the impact of leadership training on the 25 to 50 teat ler 
leaders who have been involved. m this case, the primary 
source of information will be change data, including icnow- 
iedge, attitude and performance information based upon the 
originally established needs and desires for those in 
vdership training. 

LEVEL THREE: Informatxon on impact of implementation upon 

adult education staff 

Overall Concern 

LevO Three evaluation efforts will focus primarily 
on describing the impact of the plan on adult education 
staff members. if the plan car .ot demonstrate the potent- 
ial of causing change J.n the knowledge, attitude, skills 
and practices of the adult educators involved, modifications 
in the plan necessary.. This Level of evaluation differs 

trom the first two in that there is collection and analysis 
of -hard data" rather than just descriptive data. This 
Level uses inferential analyses which address the statis- 
tical significance of changes recorded or observed. 

.gviluation_ Question, and Iss ues to be Answered 

1. To what extent have objectives of individual 
local and area staff development plans been 
achieved as measured by changes in knowledge, 
attitudes, skills, practices and observed 
behaviors 7 

2. What is the relationship between documented 
changes in adult educators and the duration 
frequency and depth of staff development 
activities ? 

3. To what extent is participation in staff de- 
velopment activities associated with personal, 
professional and job satisfaction? 
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in Lev.l Three? ''^•'•'^ impacts n.e«surea 



learners? ® '^'^^^ ®^ self -directed 



Sources of Inf ormai- 



The primary sources of information will include • • 
txators, teachers, counselors teach admxnxs- 

:::r- — "=::^T::r:.;.r:::::;:: 



Type of D ata Gathi»r,n^ 



To perform the Level Three ev-i.,^*-- 
.n. cp.„-e„aea surveys, co,„. ^ " ^aV " """^ 

^^^-3 n s.e..es:^": L":-:;;; 

cal, area aad xna.virtual plans will be performed. 



Time Line 



It is anticipated that the Level Thr*.*. . , 
tAiVo ^ -i-exei Three evaluation will 

take place during the third year of th« 

collection will beain h • ''"''"'^ although data 

will begin during the second year a« >, w 
case with tv, year. As had been the 

v-ase with the previous levels ^ 

tinue. on a .earl, basis one 'l TT^^^ 

once It IS implemented. 

LEVEL FOUR: Information on impact cf the ;.lan 

f v.*. CI rue plan upon students 

Overall Concern 

The o,.erall concern for the Level p nr- 
Ho i-evei Fwur evaluation will 

: ":.r::::j;/::.r:; ::::;;:L;:"::r-"'-7 

octvices, that 15, students. 
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Although the model is designed primarily for staff develop- 
ment, it is through this staff development that the students' 
experiences in school will be enhanced. 

Evaluation Questi ons and Issues to be Addressed 

IrtTef *dult students report improved 

satisfaction with adult education- programs? 

sense'L'cn^;" ^ students report an improved 

sense of control over their lives? 

/ ^* us/.r ^° students report an increased 

use of academic skills in practical life situatiois? 

4. TO what extent do adult students participate in 
developing the curriculum for their classes? 

5. To what extent do students, especially under- 
represented populations, remain in school for a 
longer period of time? 

6. To what extent do students perceive adult edu- 
cators interacting with them as adults? 

T is the duration, frequency, and 

depth of student-teacher interf.ction related 
to student impact measures? 

8. What are the relationships between student 
impact measures and the duration, frequency 
and depth of staff activities of adult edu- 
cators? 

Sources of Information 

The primary source of information regarding this level 
of evaluation will be students and adult educators. 

Type of Data Catherine^ 

Surveys, attitude scales, observation schedules and 
cognitive skills assessment will be the primary instrumentation 
utxlxzcd. The instruments will be administered at the begin- 
ning and end of the period for growth and change analyses. 
The analytical procedures and processes are identical to 
f.ose used xn the Level Three evaluation with the ma^or ernpha- 
f'ii- being on inferential analyses. 
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The Level Four evaluation will h» , 
the fourth year of th. , implemented during 

collected ^ ' "ill be 

collected as early aa the ,eeo„a year so that longitudinal 

and trend analvse<5 f-^r. v, ^ -^""ga. tuamal 

lection Will i P"formed. since early data col- 

iection will be considered h«son„. 

"udents will h. ■! "° t-^ndings, regarding 

udent w.ll be considered until the fourth year. Thus 
t w li be collected for this level of evaluation a ^n 

e t 1 b d":""" " - sufficient y 

established to make an impact on students Thi. , 

aata scheduling win ,130 be utilised L^he ^ 
evaluation. Therefore it is i ^'"^ 
. instrumentation be f , that all evaluation 

" finalized during the first year of the 
-Plementation period. To assist in this task a "how t\ 

:i":h:;;:n^""" - -i ;e\v:::a ^ 

Lhe plan is initially piloted and/or implemented. 
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PWNNINO COLLABORATIVE MEMBERS 



. William Adcock - Northwest Schools - 
B".rb:rrBL"r Schocl^l^trict"-"^'"^ °' ^^^-^ ""i" 

Dr. Kenneth Cernv - OflH««^ ^ ^"'"'^■^^^ 

^oh,. R. covert ! .o„°:^,'r ch'^o'rSistrlrt^^"""^ 
-Dr. Christine Davidson - po^*. C district 

Dr. Wiliian. Dietzel ! Beecher Co"" ''"^ District 
Ronald G. Early - MinhT 5 Community Schools 

.a. .e„ie. - ^etr::-:''^^'^;, --^j- association 

°une° o^ nri%'^j!^! Z "-"^^ ^"^lic Schools 
Paul Kimball - Marquette ""^^"^i'^y 

Dr. Ronald Pollack - M;comb In termed "^^^"^"^ ^"^^^'^ Schools 

Department of Education ^^^tended Learning Services, Michigan 

Ronald Seraeant v« i 

Kenneth waLh - «ich i^L" orpa'^rn'r^t'^r^r''"^ """"^ 
aac. H.iisey - stat. Prison - southern Michigan 

Dr . Doloreg Paskal 

Wayne County Intermediate Qr-K^^-i r^ • Jerry Lapides 

coordinator, Planning Co!labL:tive"''"' Quattrociocchi 

^ Consultants 
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PLANN^G COUABORATIVE TEAM MEMBERS 



TeaJnOne 

U 

Diane Alsbrook, Grand Rapids 
John Anderson, Livonia 
June Hopkins, Monroe ISD \ 
Joe Ivy, Port Huron 

Russell Kleis, Michigan State University 

Tom Page, Holland 

Patrici=^ Ann Wallace. Detroit 

Mae Mittag, MDE 

Team Two 

Marcia Bishop, Grand Rapids 

Rod Cotter, Pontiac 

Wayne Langschied, Bedford 

Dr. Janet Lawrence, University of 

Michigan 
Barbara Moten, Detroit 
Rock Stevens, Port Huron 

Team Three 

Jamie Bauman, East Jordan 

Myrna Craig, Detroit 

Jean Jenkins, Detroit 

Judith Johnson, Boyne City 

Tom Kehoe, Port Huron 

Carol Asper Werkema, Grand Rapids 

Mae Mittag, MDE 1 

Team Four \ 

Maude E. Forbes, Ypsilanti \ 

Sarah Krontoft, Grand Rapids ^. 

Marilyn Foster, Port Huron 

Roberta Pittman, Detroit 

Ronald Van Erman, Macomb ISD 

Helen McCauslin, Kalamazoo 

Elizabeth Sparklin, Troy 

Ronald Sergeant, Kalamazoo 

Doiores Paskal , WCISD 

Team Five 



Team Six 

Betty Heidt, Hastings Schools 

Mary Jane KrUse, Detroit 

John R. Colbert, Pontiac 

John B. Garber, Northern Michigan 

University 
Karen Ribarchik, Flint 
Linda Belknap, Wyoming 

Team Seven 

Jim Quayle, Munising-Eben-Trenary 
Sandy Whiteman, Grand Rapids 
Dorothy Kosavac, Ferndale 
Barbara Bird, Kent ISD 
Karen Ribarchik, Flint 

Team Eight 

William Adcock, Northwest Schools 
John Avolio, Redford 
Linda Belknap, Wyoming 
Barbara Bird, Kent ISD 
John Colbert, Pontiac 
Christine Davidson, port Huron 
Ray r^-rier, Detroit 
Nancy Grawe, Livonia 
William Hoth, Wayne State University 
. Ruth Kerezsi, Highland Park 
Diane King, Lansing 
Hy KornbluJi, University of Michigan 
Roberta Pittman, Detroit 
Ronald Van Ermen, Macomb ISD 
Iris Williams, Ironwood 
Mary Jane Kruse, Detroit 
Barbara Eichhorn, Wayne-West land 
Jim Quayle, Munising 
Larry Masteller, Pljonouth 
Dorothy Kosovac, Ferndale 
Diane Ward, Grand Rapids 
Jeanette Lampe, Detroit 
Joe Ivy, Poit Huron 



lawrorcc P- -Un, University of Michigan 
bdrbara Hancock, Port Huron School 
Dr. Orchid Brown, MDE 
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PLANNING COLLABORATIVE TEAM MEMBERS 



Resource 



Peoi)le ap. d Inatxtut.ir.ns 
Team Eight ~ 



. Ro:>ala Urick, Wayne State University 
\Gen€-Vc Hoover and Larry Thomas, Taylor 
Tca..jiolder, Genessee County ISD 
Russell Kleis, Michigan State University, 

iZlrl i^'l.^l' "-^--^^^-n Twp., Indian! 
Barbara Bird, Kent ISD 

Sam Ma.gione, Wayne County ISD 

Ronald Van Ermen, Macomb ISD 

Poris Chcnault, Detroit Center for 
Professional Growth and Development 

Dennis Sparks, Northwest Staff Develop- 
ment Center ^ 

Team Nine 

Patricia Mcintosh, Detroit 

Roberta Pittman, Detroit 

Tom Wenqer, Grand Rapids 

George Parent, Kalamazoo- 

Dr. James Lombard, Wayne-West land 

Judith Johnson, Boyne city 

State Davlantes, Highland Park 

Ruth Eszes, Highland Park 

Sally Joseph, Grand Rapids 

Dr. Harry Woods, Detroit 

Resource People and Inst.- «-n^. 

Team Nine 

Professor Lawrence Berlin, University 

of Michigan 
Jane Morgan, Detroit Public Library 
Robert Payne, Oakland- University 
Richard Potter, Central Michigan 

University 
Charles W. Sayre, University of 
Michigan 

JoAnne Terry, Wayne Cointy Community 

Colleao 

John Garber, Northern Michigan 

Univers.' ty 
Dr, Ronald Gillum, Adult Extended 

Learning Services, MDE 
carol Sir^ith, Western Michigan University 
Dr. Norone Daly, Madonna College 
t-va Filiion, Human Resources Development 
Associates 



Resource P eople and Institutions 
Team Nine (continued) 

Dr Arthur McCafferty, Eastern Michigan 

University 
Beverly Stanton, Wayne-Westland 
Alida Geppert, State Library Services 
Dr. William Hoth, Wayne State University 
Ronald Sergeant, Kalamazoo ISD 
Barbara Bird, Kent ISD 
Hattie Brown, Detroit Center for 

Professional Growth and Development 
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Appendix B 



HIGH SCHOOL COMPLETION PROGRAMS AND STAFF 

in Michigan. Alniost eS o? these o'L'"""'' 
students each. The remainder ^29^^^^^' "^^"'^ 

each. For example, the Detroit ^rn ""^ students 
of 6 300. Detroit program had an ABE membership 

prog;i:r:j:h"w:^:%^^iL^rL^oL^na%' completion (HSC) 

and served approximately 160 000 student n'""' formula, 
example, served over 12%00 students 

funderLrpfogrLs'Ld'maoon Collaborative located the state 
Education Media Centers ^REMcf IrT T Regional 
(^1) Of the ABE programs in Mlchr^t ^'^^ ""^^"^ ^^^^ 
Standard Metropolltin Sta^Lf • ''^^ located within 

Fifty four percent the ABE orLf ' '"''"^^ ^^^^ 2). 
areas and are widely dispersed ^ located in rural 

On a survey sent out by the staff ' of r,, ■ 

orative to 109 School districts to^f^ • Planning CoUab- 
Staff in Adult Basic fh.,^ f determine the "Status of 

programs... Sevent %our ^fiS':? T''^' ^^^-^ Completion 
They represented all the realL J""^ returned the survey. 

i^ted as follows: 30 in the^oufj^ , ^"'^ distrib- 

scattered throughout. There^er^s" abe% T ' ^"^ 

responding districts nn c^.T . " teachers in the 

-ere part!ti.e teachers It IL"7^",\"''' ''"^ ""^ 

-ere in the southeastern part 2f the stT ^'J" " " = 

southwestern part (see Figure "f. " " «e,tern- 

also 3ork":rcu^ricui;i, readers^'^Tn'^H."'"" -PO"ed that thev 
full ti„e curr.culu. le a e rs L ' . ,e state'T^ ' • " 
southwestern pa.t and la in the so^t .as"ern se'ct^on' 
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Thirty eight staff reported th*i- 

leaders and teachers. '^"^ jobs as curriculum 

Forty six (62%) of the 
th«r. staff „eets n,onthl' wi" othfrL'w^i"' indicted th.t 
area to discuss connon- proMel? educators i„ their 

Analysis of this information su„ests that 

^- ^^'t^i z III -!th-rV^a%r:rt-: 

" o"t-"^c^^rir:^":rt^^::"''"- • 

There are 41 full ti»e curriculum leaders 

:n^\Je^-:::r^^-„^.-=:2:»-frt^s:^%he-:^:"-" 
^^^rr°%\e^"jo-L%-:s^-o- -::i:-!"^ 
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L t '^'ocjra/n^ Within SMSA 



METROPOLITAN AREAS 
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Append! V c 



eOALS, OBJECTIVES AND OUTCOMES. 
IN SUMMARY 

DIRECTED ITP/ SELF- 
^«ECTED. LIFELONG LEARNERS." 

OBJFCTIVE A Pr«an 

OBJECTIVE R T 

relation to priori cy 'earni^r or in' 

needs by practitioners a^S 2? i^"ti*ied as 

priority learning areas 

1- Staf. development plannin, and pro,ra„„in, 

leaX'^hrr"""'' i"tion, and 

fe'arn'er""'" " * P^^on/prof e .slonal/ 

4. Knowing adult clients at,^ w , . 

J^now themselves and L! ^^^Pi"? them to 
learners become se 1 f -di re cted 

Interaction strategies 
Teaching stretegies 

curriculum systems and .teas. 
OBJECTIVF c- Stren th 

recognition of 'ed"at"rs''or: = =i\°^^l commitment and 

e»ecti.e i m^iTje n t a t i ^ ' - 

^ .odei t.e ro. 

erected learners as they.. 

1- Accept, u.Tderstanrt • 

individuals, ^ interact with other adults 



5 
6 , 
7. 
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2. 

3. 
4. 



Enable adults to 

ill"""'" 

'ver':„:'^,\'p,%\"f«^'« to ,,i„ , sense of control 

^nployment, social I^^^ '""^ =<S>ic.tional , 

social ana political liv.e. 

* * * * 

eOAl, TWO.. THE STATEWlnf T 

WILL DEVELOP A coopEL^rT." DEVELOPMENT PLAN 

"0«K THAT INVOLVES p,:: T NET- 

^0"E TO THE SETTINGS OF THE PARTICIPANTS. 

OBJECTIVE A Est-hl • 

to se.; for%hre%\,\^I';ea'f"f ^f"^'^^ COLLABORATIVE 
ai^d reshape the plan. ^ " imple-nent, analyze 

OBJECTIVE B I 

"."'Lint*r? °^'^'°-"^'''^%"c'L'?iATORs'::^r^'" °* 

OBJECTIVE C n^„i 

i..aer; .na'iS:i\"!3t'^,:„^:/"-^^ye.r, train t.„her 

"etwork for each other? """"""'"on and learning 
OBJECTIVE D. I„ each year 

incentives for the p^eparfti'fn' T^' "'her 
-development plans and programs. ""^ 

OBJECTIVE E L 

i'-^titution^^tharcan'^p^o'tw".""" 

"rvices for different development 

v^ylng experience ""eL rr.rf/"'"" educators with 
state, according to th! different parts of the 

°f local g^o:ps'^^^^":"" r f-^"- 

people and ins;i"tion's resource 



OBJECTIVE F. 
o 



IVE F AT 

^ --^*":veL7i:nt";i:ra:r::- :.^r 



e.9 
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c. 



*• The existence of locil 

development Progr^rL'^^ej;" f f --Auction staff 

purpose, .na obiect::r,%"%o%'i"! O^""'- 

5- The existence of »nA i- 

P-9r«s .na resources^l^rex^Ui::^"^' ^-'lop„entaI 

|-u,,te J«Per.enoea st.ff , 

. ^' Programs offered by anr. 

re%'°:n f^^^^^^s, p^oJess'^narL^ 'f^" intermediate 
regional educational media c!n. ''^^°JP"'«^t center 
elopmental e-forts, as well ^""^ ^^^^^ de^- 

agencies, ^^^^ -s private and nonpublic 

' Resource sites for 4- 

— . .PP.o.c.es th"t"io1/:,tra1!^t%^^"-' — 
^- Other adult education st.rr . 

HoaasHow awarene — -"t p.o,.a„s, 

::.\>:t\"-r-f^-f°\v"«"'"=^ - 

.,4. build skiiio «. ie&i: and awarenesQ 

structional needs. ^^^^^s^ and meet immediate in! 

to individual, local 

and area st.ff development activities 
The documentation of im„. . «="vities. 
activities on 600 ^"^""^ °t a ranse of sta-f ^ 
J"- Will educa'tor's dMVr.l^-"^"' 

impact to duration I ! attention to the yc>i 2- ' 
effort. ^ept> Of the st:ff1ev"!opL°n\°' 



* * * 



GOAL THRFP . 



THE STATEWIDE, LONG-«ABGE STAP. nrvP, 
"^I-- OSE AL. AVAXLABXE FIkLcx,. ' 
OTKiR R^:sOURCES. ^"ANCIAL COMMITrtENTS AND 

OBJECTIVE A. Local stat» . 



OBJECTIVE B. 



= ontin-ous°"'rdentifi.d'""s:u:,"' "iU be 

plan- ' ^n" used to sipport 
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OBJECTIVE C. Private funds and resources will be 
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Appendix D 

INDIVIDUAL AND GROUP STAFF DEVELOPMENT PLAN 

FORMATS 

Self-Itaprovement Plan 





«*oal8 to be achieved 

1. 

2. 

3. 

MetJK,da of •chleving goals and tine tables 
1. 

2. 

3. 

A. 

5. 

Evaluation of goals 
*1 goal 
ii2 goal 
^3 goal 

Other conments on eelf-lnprovement plan: 



Signature of Educato r C4«»-* r ^ 
Signature of Admin^«l^ril^»f 
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NOTES FROM 

WnSD EDUCATION CENTER 
notes below include the in. " " ^^^SBE: 

- -e new.p.in, „ notes onT""" "^^'^"^ 

ana .„ ,33oci.te usea m their !t\»T"'"' 
<l«P-t.e„t Chairmen at «orth Central H k "ith 

central High School Tr,^; 
v,nooi, Indianapolis. 



_A PKUCESS THAT WQRKeT 
^£r_ite£s - Develonln. c. 



1. 



2. 



3. 



4. 



SD team agreed on the target 

is the audience? 
Mandatory? Voluntary? 

Principal 

^ey Department Chairmen (Supervisors) 
3.1 Assessed needs/planted seeds 

tfov .«>uid you like to 
Principal held a luncheon meeting 

SD team explained the process to ^ 
4 2 process to department chairman 

Department Chairmen selected th« • 
^r.^ ^ ^j-ected their taroets 

5^?""^^^"^^ ownership ^ ^ 

V/iere do you want to be hu ^ 
<?^oup agreed on 4-5 are^s °^ i^^^^-'" 



''^^ ^^^^^-^ and implemented 



P«-^^vxors (Student; " ^IRC^ESS 

°^ acceptable as 

■ ^ ' Inward TARC;ft 



Learning 
Activities that 
Enable target 
Attainmpoh 



ERIC 



Teacher 
Behaviors 
that facilitate 
TARGET Atf. 



7S 



Evaj.ua tion 
or 

Proof of 
A t tal niHAn^ 



WORKING THROUGH THE STAFF D£VELOPMENT 

" o 

' PROCFSS OUTLINE 

r. TARGET LEARNER OUTCOMES 

- Increasing the supervisory skills of department chairpersons 

- Team Building Process;- 

~ li.insfer ownership of SD activities 



2. PRESENT OUTCOMES THAT ARE UNACCEPTABLE 

1. poorly written teacher goals (no learner outcomes) 

2. Avoidance of confrontation with incompte tent staff 

3. Lacked systematic approach to program evaluation 

4. Lacked skills in diagnosing instructional problems 

b. Lacked skills in prescribing means for resolving instructional 
probl ems . 



3. EVIDENCE ACCEPTED AS PROGRESS TOWARD THE TARGET 
Supervisors Will: 

1. Accept leadership responsibility for selecting targets, 
designing activities, and implementing a program. 

2. Demonstrate increased level of skill through modeling 
and role playing. . ♦ 

3. Tell us they feel more adequate in using their supervisory 
skills. 

4. Work with a colleague who will ascist by monitoring skill 
iipplications. 
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•J. ENABLING ACTIVITIES 
Goal Setting Conferences 



1 . 



2> Confrontation Skills 
3. Program Evaluation 

Diagnost j.c/Prescriptive Methods 



r>. BEHAVIOR OF SD TEAM THAT FACILITATES TARGET ATTAINMENT 
Team planning-shar ing responsibility 
Involving/including the principal 
3. Providing time - space - et6x. 

thev'o?!nn assistance to department chairmen as 

they planned and designed activities. 

5. Talked to them often, encouraged, re^ognizsd their effort 
rewarded progress. eiiort, 

6. Participated with them as peers 

7. Recorded and aocumented success 



4 



6. PROOF OF ATTAINMENT 

ci::ri;M:Ld'°^'^ ^^^^^^^ ^ 

some systematic approach toward program evaluation would 
oe attempted by each department. 

c;:"rrst:tei'''"° confronted and new expectations 



2 
3 



4. The diagnostic/prescriptive methods would be applied to 
problem situations. 

5. Staff development activities for individuals and tea.-rs 
would be designed within each department. 
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PLANNING COLLABORATIVE 
MEMBERSHIP 

vMLLlA.M ADCpCK. Northwest Schools, MichiRan Association of School Adm 

LINDA bELlOCAP, UvLirriing School District 

BARBARA i<IRD. Ktnt Intermediate School District 

AWA MAE BURD!, Troy School District 

DK. KENNETH CERNV, Oakland Schools 

lOHN R COLBERT. Pontiar School District 

DR CHRISTINE DAN'IDSON, Port Huron Area School' District 

DR WILLIAM DIET2EL, Beecher Community Schools 

RONALD G. EARL'i, Michigan Education Association 

RAY FERRIER, Detroit Public Schools 

DR DONALD FRIEDRICHS, Livonia Public Schools. 

lUNE HOPKINS, Monroe Intermediate School District- 

DR WILLIAM HOTH, Wayne State Uixiversity - . K 

PAUL KIMBALL, Marquette- Alger Intermediate -Scikbpi District . 

DIANE KING, Unsing School District/Micljiganiedwat^^ 

HY KORNBLUH. University of Michi^inS- '" -:^ 

MAE MITTAG. Adult Extended Learning Services,\^^ichigan Department of 
Education- -.- . ; r >-.rv.'V. ; . ■■ . 

TERRY MOORE. HoliandBchool Distxp''; 7^.: /tS-"!?-:'. .// ' 
SAMUEL-MULLICE, ArinVA^tor PuWic^^TOls ' C--^"' ? ' 

LINDA NORTHUP, Gladwih Community Schools " 
ROBERTA PITTMAN 'alternate for Ray Ferrier), Detix)it Public Schools 
DR. RONALD POLLACK, Macomb Intermediate School District 
TERRY REDMAN, Niles Community Schools 

DR MARY REISS, Director, Adult Extended Learning Services, Michigan 
Department cf Education 

RONALD SERGEANT, Kalamazoo Valley Intermediate School District 

KENNETH WALSH, Adult Extended Learning Services. Michigan Department 
of Education • ':. " . 

IRIS WILLIAMS, Iron wood Area Schodis;^ V ; r''' 

DR. 1 ACK WILLSEY, State Prison - Southern Michigan 

DR. DOLORES PASKAL 

Wayne County Intermediate School Di>trict 

Coordinator, Planning Collaboraiive 
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